ABSTRACT
INTRODUCTION
Job satisfaction is showing positive effects on human resources in organization. Job satisfaction is one of the main influential factors for the effectiveness and success for human resource development [10] . The number of civil servants is increasing year by year. The number of civil servants working in the governmental organization is 183. 6 . This indicates a growth of human resources in the last ten years [16] .
Thus, we try to determine which impacts can influence of organizational justice and culture, knowledge management and employee engagement on employee's job satisfaction. The employees, who are satisfied with their jobs, would be responsible in their jobs, and committed to their jobs and motivated to develop their skills for the future. Greenberg (1987) introduced the concept of organizational justice with regard to an employee judges the behavior of the organization and the employee's resulting attitude and behavior. Greenberg and his colleagues (1987) have identified two major perspectives of justice research: distributive justice and procedural justice and on further extension. Justice is proposed to have two more dimensions, namely, interpersonal justice and informational justice. Many scientists agree that organizational culture is one of the main issues that may contribute to achievement of the their goals in an organization. Pareek Udai (2008) identified Organizational culture OCTAPACE such as Openness, Confrontation, Trust, Authenticity, Proactive, Autonomy, Collaboration, and
Experimentation are factors of organizational culture and success [2] . Shurchuluu (2004) reported that "knowledge management initiatives are intended to enhance performance through the identification, capture, validation, and transfer of knowledge." The employee engagement focuses on the positive aspects of an employee's job and satisfaction or the organization. Employee engagement is a person's enthusiasm and involvement in their job [10] . Kahn (1990) defined job engagement as the harnessing of organization members' selves to their work roles [17] .
In this study, we try to study more theoretical framework of job satisfaction in position among public officers in Mongolia.
Conceptual framework and hypothesis
This study explains how organizational justice, organizational culture, knowledge management and employee engagement are influential on job satisfaction. If these factors are satisfied in the workplace, employees can build effective teamwork and organization's success [10] .
The conceptual model of factors on job satisfaction is drawn in Figure 1 . [3] . This study will investigate and will seek to answer the questions of the impacts between organizational justice and job satisfaction. The results of this study will impact positively the organizational justice on the employees' job satisfaction in workplace. According to the literature review, the following hypothesis was generated. Organizational Culture OCTAPACE and Job Satisfaction Pareek (1994) and Schein (1996) referred to organizational culture as having different levels, being more visible to the observer than others. Schein (1999) suggested an organization's culture helps it to cope with its environment. In recent years, a number of researchers and theorists have attempted to define, quantify, and understand the concept of organizational culture. Organizational culture is central to any activity in the organization and powerful predictor of such organizational outcomes such as job performance, job commitment, job satisfaction, company productivity and profitability [4] . OCTAPACE is a technique that can be used to measure the organizational culture (Ott, 1989) . Organizational culture includes ethics, values, beliefs, attitudes, norms, ethos, climate, environment, and culture [10] . It can be characterized as consisting of Openness (O), Collaboration(C), Trust (T), Authenticity (A), Pro-action (P), Autonomy (A) Confrontation(C) and Experimentation (E) [5] . Therefore, OCTAPACE Profile to measure the organization's culture. The culture-related concepts also can be seen as multilevel concepts. "The first level of the core is the values, the second level concept is climate, the third level concept relates to environment. Openness: Openness is most important for effective teamwork collaboration. The members of the team should be open so they can build effective collaboration [10] . Confrontation: Confrontation helps to solve problems by team discussions. It fosters a deeper analysis of interpersonal problems [9] . Trust: Trust is maintaining secrets or confidentiality. Trust supports higher empathy, timely support and reduced stress [5] . Authenticity: Authenticity is an important and critical aspect of teamwork environment [10] . Proaction: It means preplanning or acting in advance to deal with an expected difficulty so that the organization is ready to meet future challenges [4] . It contributes to take initiative, preplanning and taking preventive action. Autonomy: Autonomy supports and respects the individuals own space [9] . Collaboration: Collaboration can be defined as individuals working together. It contributes to problem-solving [10] .
Experimentation:
Experimentation supports feedback for improving and developing of new product and methods. The organizational culture affects the job satisfaction of the employees and it also changes their behaviors and attitudes [4] . Zammuto and Krakower (1991) sug-gested management of the organization with the positive culture can enhance the performance and satisfaction levels. Subrahmanian (2012) revealed that some of the OCTAPACE culture dimensions show value lower than the norms specified and there is variation in dimensions in the organization. According to the literature review, in this study, it was hypothesized as below:
Hypothesis 2 H2: Organizational cultures (OCTAPACE) will have a positive impact on (H2a) knowledge management and (H2b) employee engagement to get job satisfaction. Knowledge Management and Job Satisfaction
Knowledge management supports job satisfaction to achieve to success. There are many scholars studied the relationship between knowledge management and job satisfaction. Gillian (1998) studied that factors such as management and organizational culture are more influential on job satisfaction than the wage. Rad (2006) claimed that leadership affects job satisfaction; therefore, it plays a key role in job satisfaction. Mehmet et al., (2010) empirical study attempted to examine the relationship between knowledge management and job satisfaction [4] . Ajay (2011) analyzed how the organizational culture and organizational learning impact knowledge management and satisfaction of employees. The assumption that knowledge management practices enhance employee satisfaction found support from the data and the strength of relationship was stronger. According to the literature review, the following hypothesis was generated.
Hypothesis 3 H3: Knowledge management will have a positive impact to get job satisfaction.

Employee Engagement and Job Satisfaction
Employee engagement is one of the key variables in organizational success. Harter et al., (2002) confirmed "employee satisfaction and engagement are related to meaningful business outcomes at a magnitude that is important to many organizations". Mai Ngoc et al., (2013) identified the relationship between job satisfaction and engagement of the employee. A survey delivered two exploratory factory analyses, employee job satisfaction, employee engagement and 26 items of the employee job satisfaction [6] . Employee engagement may be due to the optimism and enthusiasm with employee's experience while working in the organization. Therefore, there may be a link between impacts of engagement and job satisfaction. It is clear that employee engagement can become significant. But, there are lack of studies about the relationship between employee engagement and other factors in Mongolia. Thus, according to the literature review the following hypothesis was generated:
Hypothesis 4 H4: Employee engagement will have a positive impact to get job satisfaction.
As a result, we agree with the research scholars, above whose findings we utilized in our research. In addition, we tried to identify and to support my conceptual model by identifying a mediation effect such as employee engagement between organizational justice and job satisfaction. In my study, organizational justice and organizational culture are independent variables and job satisfaction is the dependent variable. Knowledge management and employee engagement are mediating variables. Organizational justice and organizational culture will influence job satisfaction through knowledge management and employee engagement.
DATA ANALYSIS AND RESULTS
This analysis shows the description of relationships of hypothesized model. It tests the proposed structural model and hypothesized relationships between results of structure analysis on special service position. This study questionnaire was constructed and modified based on the preview of literature from the authors listed. The 3rd section of Mongolian law of civil servant indicates the type of civil servant indicates the types of civil four types of servant including political administration, pubic administration, special service and supportive service in table 2.1, Graph 2.1 [18] . Public service position involves following positions, which works basing on the labor contract in duty to provide a basic public service in equality and high quality adequately and support the regular activity of governmental organization. Supportive positions to supply a regular public service: head, director, principal and other management and executive and assistant positions in public service organizations, which are financed from state budget such as, science, health, culture, art and etc.; management, executive and assistant positions in public service organizations, which are financed from state budget and work after the board management of agency or after it as shown in Table 1 . This study included four sections, and items in Section A of the questionnaire were organized based on respondents' characteristics of these four constructs. After the reliable questionnaires were identified and the data was entered, data analysis began. The demographic characteristics of the respondents 213 were supportive service officers in Mongolia.
A summary of the basic demographic information is shown in Table 2 The collected data illustrates that the minority of respondents 38.5 % were men, 61.5 % were female in support service officers. Almost half of the respondents were 25-34 years old in in supportive service officers 40.4%. Note:dj-distributive justice, inj-interactional justice, prj-procedural justice, ope-openness, aut-autonomy, authauthenticity, exp-experimentation, pro-pro-action, km-knowledge management, ee-employee engagement, jsjob satisfaction. Note:dj-distributive justice, inj-interactional justice, prj-procedural justice, ope-openness, aut-autonomy, authauthenticity, exp-experimentation, pro-pro-action, km-knowledge management, ee-employee engagement, jsjob satisfaction. In summary, data analysis results of all four position show that CR is more than 0.809, and AVE are more than 0.604. Further, the value of AVE is more than 0.5 and CR is more than 0.6. Cronbach's alpha ranges between 0 and 1 are normality. All latent variables in this survey had a highly significant constructed reliability and thus these measures indicated that the measurement model is reliable. Moreover, discriminant validity was assessed to determine the external consistency of the measurement model. All items outer loadings were identified. The AVE for differences is shown in Table  2 . 4 In this section, the discriminant validity was highly achieved. The analysis shows that five considered latent constructs are all correlated with each other. In supportive service position, employee engagement is correlated with organizational justice (r=0,506, p=0.01). In this study, we proposed the structural model and hypothesized relationships between constructs. All of hypotheses tests were examined by the different public positions like: Supportive service position in Table 2 .5. Note: Note: dj-distributive justice, inj-interactional justice, prj-procedural justice, ope-openness, autautonomy, auth-authenticity, exp-experimentation, pro-pro-action, km-knowledge management, eeemployee engagement, js-job satisfaction. Mediation involves a set of causal hypotheses. This study analyzes four models of mediation analysis on supportive service officers. 
CONCLUSIONS
The findings showed that all effects such as organizational justice, and culture, knowledge management and employee engagement have a positive relationship with job satisfaction in supportive service officers. It means that employees can take care more of organizational justice, and culture, knowledge management and employee engagement in order to retain and make their employees happy, as more satisfied employees are more productive than those who are less satisfied. All organizational decision maker leaders and policy makers are encouraged to consider how staff members' job satisfaction can be enhanced through reform initiatives as well as managerial changes. Actually, four hypotheses were supported in supportive service position: 1. Organizational culture influenced knowledge management and employee engagement in supportive service one. 2. Knowledge management had a positive impact to get job satisfaction in positions. 3. Employee engagement has been well related to job satisfaction in positions. 4. Our study made effort to provide future researchers with preliminary concrete evidence for carrying out further research on the impacts of organizational justice, organizational culture, knowledge management and employee engagement on job satisfaction [10] . The scope of this study involves only the public sector in Mongolia. Due to time limitation, it is recommended that future survey could be expanded to remote areas isolated areas draw the results regarding organizational justice and culture, knowledge management and employee engagement on job satisfaction. Finally, the results from the study may help the essential features of supervisors in detecting the things that need to be improved in the organization in order to improve the job satisfaction of their effects on organizational justice and culture and knowledge management and employee engagement.
